University of Nebraska - Lincoln

DigitalCommons@University of Nebraska - Lincoln
Library Philosophy and Practice (e-journal)

Libraries at University of Nebraska-Lincoln

8-2-2022

Job Satisfaction and Work Motivation as Correlates of Career
Commitment of Librarians in Universities in South-west, Nigeria
Olubunmi Olawumi Awoyemi Dr.
Ekiti State University, Ado-Ekiti, Ekiti State, Nigeria, awoyemiolubunmi@gmail.com

Follow this and additional works at: https://digitalcommons.unl.edu/libphilprac
Part of the Scholarly Communication Commons

Awoyemi, Olubunmi Olawumi Dr., "Job Satisfaction and Work Motivation as Correlates of Career
Commitment of Librarians in Universities in South-west, Nigeria" (2022). Library Philosophy and Practice
(e-journal). 7339.
https://digitalcommons.unl.edu/libphilprac/7339

JOB SATISFACTION AND WORK MOTIVATION AS CORRELATES OF CAREER
COMMITMENT OF LIBRARIANS IN UNIVERSITIES IN SOUTH-WEST, NIGERIA

AWOYEMI OLUBUNMI O.
PRINCIPAL LIBRARIAN
EKITI STATE UNIVERSITY, ADO-EKITI, EKITI STATE, NIGERIA
+2348032473654
awoyemiolubunmi@gmail.com

Abstract:
Career commitment of librarians in Nigeria university libraries has been the subject of discussion
among the administrators of university libraries as a result of unsatisfactory performance
consistently noticed among librarians. There is a general expression of dissatisfaction by the users
of the services rendered by the librarians. In response to this, some librarians have complained of
job related problems such as poor infrastructure to support information delivery, lack of prompt
promotion, poor conditions of service and lack of recognition, all of which may culminate in poor
job satisfaction and a general lack of commitment to librarianship as a profession. However, there
is paucity of research on librarians’ career commitment in university libraries in South-west,
Nigeria. Therefore, the study investigated job satisfaction and work motivation as correlates of
career commitment of librarians in Universities in South-west, Nigeria. The objectives of the study
were to: (i) determine career commitment traits among librarians in the universities in South-west,
Nigeria; (ii) investigate the level of job satisfaction of librarians in universities in South-west,
Nigeria; and (iii) determine the level of work motivation of librarians in universities in South-west,
Nigeria.
Survey research design of correlational type was adopted for the study. Total enumeration
technique was used to cover a study population of 295 librarians working in the universities in
Ekiti, Lagos, Ogun, Ondo, Osun and Oyo States, Nigeria. Questionnaire was used for data
collection. Data collected were analysed using descriptive and inferential statistics at 0.05 level of
significance.
The findings of the study were that:
i
career commitment traits of librarians are affective, continuance and normative. Affective
ranked highest ( x =4.27), normative ( x =4.03) and continuance ( x =3.71) respectively;
ii positive significant relationship existed between job satisfaction and career commitment of
librarians ( r =.435, N=220, p(.0001)< .05);
iii positive significant relationship existed between work motivation and career commitment of
librarians ( r =.345, N=220, p(.0001)< .05); and
The study concluded that job satisfaction and work motivation have positive correlation with career
commitment of librarians in the universities in South-west, Nigeria. The study recommended that
university administrators should formulate job-related policies that could enhance the career
commitment of librarians in universities in South-west, Nigeria.
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Introduction
Libraries in Nigerian universities have been making significant contribution to the
mandate of their parent institution, which are, teaching, learning, research and community
services geared towards social, political and economic development of the country. In the process
of supporting the university to carry out its set goals and objectives in the area of learning,
teaching and research, librarians are employed in the university to perform their professional
duties of meeting and satisfying the information needs of staff and students. Librarians are
professional staff in the library that ensures information resources are organised and made
available for users. A library that has well trained and academically conscientious librarians who
are committed to their job and career has all it takes to perform and provide the most valuable
services to its users.
The career commitment of librarians has a bearing on the way they carry out their
professional duties. Southgate (2005) posited that career commitment is the attitude of employees
towards their profession or vocation. According to Iroaganachi and Enwefa (2013), “Career
commitment is recognized as a form of work commitment that individuals have on a career facet”.
Chapman (2013) posited that career commitment means an individual’s attitude to work in a
chosen profession/vocation. In other words, career commitment involves the development of
personal career goals and identifying with and been involved in a particular career or profession.
Adio and Popoola (2010) defined career commitment as “The extent to which someone identiﬁes
with and values his or her profession or vocation and the amount of time and effort spent
acquiring relevant knowledge”. They stated that if a person is willing to exert energy and be
persistent in pursuing personal career goals, he or she could be considered to have high career
commitment.
Career commitment among librarians and professionals generally can be influenced by
factors such as age, marital status, gender, job satisfaction and work motivation. For the purpose
of this study, the influence of job satisfaction and work motivation on career commitment will be
considered.
Job satisfaction has become one of the significant indicators in determining career
commitment of workers in an organization. Job satisfactions refer to the attitudes and feelings
people have about their work. Positive and favourable attitudes towards the job indicate job
satisfaction. Negative and unfavourable attitudes towards the job indicate job dissatisfaction
(Sajuyigbe & Abodunde, 2016). Kian, Yussoff and Rajah (2014) regarded job satisfaction as an
effective response of the workers to their job. For some people they may feel consistently satisfied
with their jobs whilst others may be feeling quite dissatisfied. Simply put, job satisfaction is based
on people’s perception of their job. Few studies have been done on the influence of job satisfaction
on career commitment. Adio and Popoola (2010) revealed that job satisfaction has a significant
influence on the career commitment of librarians. They suggested that the conditions of service for
librarians in Nigerian universities should be improved through good remuneration and recognition.
Similarly, Awoyemi and Odefadehan (2017) study on job satisfaction as correlate of
career commitment of librarians in tertiary institutions in Ekiti and Ondo States, Nigeria find a
positive correlation between job satisfaction and career commitment. Zhang and Chen (2019)
affirmed that job satisfaction has a positive impact on career commitment of employees. The
higher the level of job satisfaction of knowledge-based employees, the greater the career
commitment would be.
Another factor that is important to this study is work motivation. Work motivation is the
creation of work circumstances/environment that encourages workers to perform a certain activity
or task of their free will, to reach the goals of the organization and simultaneously satisfy their own
needs (Adio and Ogunmodede, 2015). Motivation can be described as internal and external factors
that stimulate desire and energy in people to be continually interested in and committed to a job,
role, or subject, and to exert persistent effort in attaining a goal (Onyeukwu & Ekere, 2018).
Chuang et al., (2009) opined that employees’ efficiency is largely related to their motivation levels

which result in a higher level of career and organisational commitment. Babalola and Nwalo
(2013) reported that work motivation has a significant influence on librarians’ commitment and
productivity. The findings align with Henman (2007) who discovered that job motivation could be
used by employers to get the best out of the employees in terms of their work commitment and
profession. Igere, Adomi and Nwosu (2020) affirmed that work motivation has a significant effect
on librarians’ commitment and their productivity, as a result of this, the university librarian and
management should ensure that librarians are motivated by implementing motivational activities in
the work place.
Going by this, we can infer that job satisfaction and work motivation are crucial to the
career commitment of librarians in university libraries. Consequently, the main focus of this study
is to investigate job satisfaction and work motivation as correlates of career commitment of
librarians in universities in South-west, Nigeria.
Statement of the Problem
The university library is the powerhouse of knowledge, responsible for providing
information materials to meet the teaching and learning needs of the university community.
However, for libraries to function effectively there is a need for personnel who are committed to
their jobs and profession. Unfortunately, this is not always the case as literature affirmed that some
librarians are not satisfied with their jobs which could negatively affect their commitment to
librarianship profession, thereby leading to poor service delivery etc. Also lack of motivation of
librarians can negatively affect career commitment of librarians.
Therefore, it is important to address these issues as there are few studies or literature
available that focus on these factors as affecting the career commitment of librarians in the
university libraries in Nigeria.

Objectives of the Study
The main objective of this study is to investigate job satisfaction and work motivation as
correlates of career commitment of librarians in universities in South-west, Nigeria. The specific
objectives of this study are to:
i.
ii.
iii.

determine the career commitment of librarians in universities in South-west, Nigeria;
determine the level of job satisfaction of librarians in the universities in South-west
Nigeria;
investigate the level of work motivation of librarians in the universities in South-west
Nigeria; and

Research Questions
To achieve the identified objectives of the study, the following research questions were
raised:
i. What are the career commitment traits of librarians in universities in South-west, Nigeria?
ii. What is the level of job satisfaction of librarians in universities in South-west, Nigeria?
iii. What is the level of work motivation of librarians in universities in South-west, Nigeria?

Research Hypotheses
The following null hypotheses were tested at p < 0.05 level of significance:
Ho1: There is no significant relationship between job satisfaction and career commitment of
librarians in the university libraries in South-west, Nigeria.

Ho2: There is no significant relationship between work motivation and career commitment of
librarians in the university libraries in South-west, Nigeria.
Ho3: There is no significant joint prediction of work motivation and job satisfaction on career
commitment
Scope of the Study
The study focused on job satisfaction and work motivation as determinants of career
commitment of librarians in universities. The study covers all the states in the South-west geopolitical
zone of Nigeria namely; Ondo, Osun, Oyo, Lagos, Ogun and Ekiti. This study covers librarians in
public (federal and state) and private universities in the South-west, Nigeria. i.e government and private
funded universities in South-west, Nigeria. There are fourteen (six federal and eight states) public
universities and twenty-two private universities in the South-west, Nigeria at the time of starting this
research. All the public universities in the South-west were used for this study.
The private universities selected for this study are those universities that have that were
established before 2006. The universities are; Babcock University Ilishan Remo, Ogun State,
Bowen University, Iwo, Osun State, Covenant University, Ota, Ogun State, Ajayi Crowther
University, Oyo, Lead City University, Ibadan, Oyo State. Redeemers University, Ede, Osun State,
Bells University of Technology, Otta, Ogun State and Crawford University, Igbesa, Ogun State.
Descriptive research design of correlational type was adopted for the study.
Significance of the Study
The value of the study relates to the understanding of the relationship among job
satisfaction, work motivation and career commitment of librarians in university libraries in the
South-west, Nigeria.
This study is significant to the policy maker because it would create awareness on how
library administrators could improve the career commitment of librarians in universities in Southwest, Nigeria. Such awareness could assist library managers and university administrators to
understand how lack of job satisfaction and motivation can affect the career commitment of
librarians. The application of the outcomes from the study would improve career commitment for
the better work performance of the librarians through the proper formulation of policies that will
positively influence their attitudes and behaviour to work. The study would enable all stakeholders
(university management and library administrators) to understand the areas to work on to make the
librarians more committed to their profession, enhance prompt response to meeting the information
needs of the university community in Nigeria.
The centrality of the findings of this study established the link among job satisfaction, work
motivation and the career commitment of librarians in university libraries in South-west, Nigeria.
The study would be beneficial to researchers, students and professionals interested in this area of
study because it would add to the repertoire of knowledge in the field of management science,
library and information science, especially as it relates to the area of the study. The findings from
this study would also benefit society at large by providing useful information and helps in decision
making for those who may want to choose librarianship as a career.
Literature Review
Overview of Career Commitment
Career commitment has been defined by different authors and researchers. Chapman (2013)
posited that career commitment means an individual’s attitude to work in a chosen
profession/vocation. In other words, career commitment involves the development of personal
career goals and identifying with and been involved in a particular career or profession. According
to Iroaganachi and Enwefa (2013), “Career commitment is recognized as a form of work
commitment that individuals have on a career facet”. According to Mellor, Mathieu, Farell and

Rogelberg (2010), career commitment refers to identification with and involvement in one's
occupation. It is similar in conceptualization to occupational commitment. Employees who are high
in career commitment tend to be committed to their career or occupation rather than to the
organisation of which the employee is a part. Adejuwon, Aderogba and Adekeye (2015) posited
that career commitment may be used to describe workers’ attitude toward their work and
occupation. Career commitment is characterised by the development of personal career goals,
attachment to, involvement and identification with the goals. An employee is said to have career
commitment when opportunities are provided for the development of career goals. In the world of
work today, a career seems to provide occupational meaning and ensures continuity even when the
organizations are unable to provide job security. Most employees will stay on their jobs as long as
there is the career path that can be built.
Fu (2011) opined that career commitment is people's motivation to work towards personal
advancement in their profession. Goulet and Singh (2002) cited in Adio and Popoola (2010) defined
career commitment as “The extent to which someone identiﬁes with and values his or her
profession or vocation and the amount of time and effort spent acquiring relevant knowledge”.
They stated that if a person is willing to exert energy and be persistent in pursuing personal career
goals, he or she could be considered to have high career commitment. In general, Career
commitment is a psychological concept, and it is related to motivation, persistence, and willingness.
Meyer and Allen (2007) conducted a three-component model of organizational commitment. The
three components of organizational commitment are affective organization commitment,
continuance organization commitment, and normative organization commitment. Affective
commitment is an individual’s emotional attachment to his or her career. The continuance
commitment is an assessment of the cost of losing the investment sank into a career and the
normative commitment is a sense of obligation to remain in a career.
Meyer and Allen (2007) proved that the three components model could be applied to career
commitment. Carson and Bedeian cited in Awoyemi & Odefadehan (2017) constructed a
measurement of career commitment which included 12 items and three dimensions: 1) Career
identification, a close emotional association with one’s career. 2) Career resilience, resisting career
disruption in the face of adversity 3) Career planning, determining one’s developmental needs and
establishing a career plan. Myrtle et al.(2008) assessed the relationship between employmentrelated conditions and career commitment. They found that measures associated with the different
employment-related experiences had a more significant influence on career commitment than those
measures associated with career experiences. These findings indicate that employment-related
conditions such as job security, position, tenure, industry segment, management level, and the
extent to which their current positions meet their career expectations including career experience
and satisfaction with career progression, will increase the level of career commitment.
The commitment of employees to careers is of prime importance to all organizations.
Persons committed to their careers will, presumably, perform better and this will lead to the better
overall performance of the organization. In a study of librarians’ commitment to their career, Igere
(2020) found that motivation and job satisfaction have contributed positively to the career
commitment of librarians in university libraries in Southern Nigeria. There is also considerable
support for the contention that employee would be more committed to their careers if their current
jobs were in line with career aspirations.
Job Satisfaction and Career Commitment of Librarians
Job satisfaction plays a very important role in any employee’s success in an organisation.
According to Aydogdu and Askgol (2011) Job satisfaction is an attitude of persons toward their job.
Gamlath and Kaluarachchi (2014) defined job satisfaction as the rate at which employees like or
dislike their work and the extent to which their expectations concerning work have been fulfilled.
Somvir and Kaushik (2012) viewed job satisfaction as to how people feel about their job and
different aspects of it. It means a positive attitude that an individual has from what he does to earn a

living. Job satisfaction was defined as an attitude reflecting a person’s feelings towards his or her
job or job setting at a particular point in time (Schermerhorn, Osborn, Uhl-Bien, & Hunt, 2012).
However, Nelson and Quick (2012) opined that although job satisfaction is an attitude,
researchers should be warned to identify the objectives of cognitive evaluation, which are affected
by emotions, beliefs and behaviours. Besides, Simbat and Almas (2018) agreed that job satisfaction
is an attitude and an internal state that can be associated with personal feelings of achievement,
either quantitative or qualitative. At the same time, Baron and Greenberg (2003) concurred that job
satisfaction is an attitude towards one's job and its cognitive, affective and evaluative reactions
towards his or her job. For some people they may feel consistently satisfied with their jobs whilst
others may be feeling quite dissatisfied. Simply put, job satisfaction is based on people’s perception
of their job.
Job satisfaction appears to be a strong contending factor of career and organisational
commitment. This is such that individuals who lack job satisfaction are very likely to look for other
means to achieve their personal goals and aspirations thereby becoming lethargic in the places of
work. According to (Singhai,2016; Lumly, 2011), for performance to be optimal, an employee’s
full potential is needed at all levels in organisations; this emphasizes the importance of employee
job satisfaction. Onuoha, Ukangwa and Otuza (2020) carried out research on the work environment
and the job satisfaction of librarians in private universities in South-east and South-west, Nigeria.
Their findings revealed that the librarians in private universities in South-east and South-west,
Nigeria, were satisfied with their job and enjoyed cordial relationships with colleagues.
Very few works of literature are found on job satisfaction and career commitment in
Nigeria. Popoola and Oluwole (2007) found a modest correlation between job satisfaction and
professional commitment. Studies by Duffy, Bott and Allan (2012) revealed that the level of
professional commitment would influence the satisfaction of employees at work. If an employee
had a high degree of identification with his/her occupation, his/her feelings on work would not be
affected by external conditions, like salary, remuneration, promotion, work environment and so
on. On the contrary, when they choose their career, they would follow their inner voice to do the
work they identified with. Awoyemi and Odefadehan (2017) research on job satisfaction as
correlate of career commitment of librarians in tertiary institutions in Ekiti and Ondo States,
Nigeria find a positive correlation between job satisfaction and career commitment.
Cardador, Dane and Pratt (2011) believed that an individual's positive attitude towards
career identification would improve his/her job satisfaction and thus reduced his/her turnover
intention. On this basis, studies of Duffy, Austin, Allan and Douglass (2015) showed the
relationship between career calling, commitment and job satisfaction by conducting a three-month
follow-up survey on employees, using different measurement tools to show that career
commitment had a positive impact on job satisfaction of employees. Wilson et al. (2016) believed
that job satisfaction may have a link with career commitment. Commitment has parts, for
example, identification, involvement and loyalty. Since individuals could react with satisfaction
or dissatisfaction to the component of job satisfaction, it is possible that the individual could react
positively or negatively to the indicators of career commitment. In that wise, job satisfaction
indicators when taken individually may give a different result from total job satisfaction when
correlated with the indicators of career commitment. The vast majority of research indicates a
positive relationship between satisfaction and commitment (Leite, Rodrigues & Albuquerque,
2014; Srivastava, 2013; Duffy, Bott & Allan, 2012). A study carried out by Ronald (2006) on 446
police officers with ages ranging from 33to 48 years old on their career commitment and job
satisfaction in Norway revealed that constables in the early stage of their career are seriously
committed to their work because they complain less and have good health. Zhang and Chen
(2019) affirmed that job satisfaction has a positive impact on career commitment of employees.
The higher the level of job satisfaction of knowledge-based employees, the greater the career
commitment would be.

Popoola and Oyewumi (2006) emphasised that career commitment and job satisfaction
influence workers productivity, hence the university administrators should strive to provide a
necessary conducive environment for record management personnel in the universities to be able to
provide effective information service and to deliver value-added enhancement service to the nation.
Mathieu and Zajac (1990) suggested that job satisfaction might be able to increase the level of
career commitment by increasing compensation, policies, work conditions, pay scale increase, the
better working environment of staff members in the university of Nevada, USA. This is not
surprising because the employee who is highly committed to his career is likely to have high job
satisfaction. Likewise, an employee who exhibits low career commitment may be dissatisfied with
his job (Popoola and Oyewumi, 2006). Awoyemi and Odefadehan (2017) also established that job
satisfaction and career commitment are significantly related, and the more you stay in a career, the
more you get satisfied with the job. Adio (2010) found that job satisfaction influenced the career
commitment of librarians in the federal university libraries in Nigeria. Therefore, library
administrators should consider this, when planning, training and formulating policies that will
improve career commitment among library staff in federal university libraries in Nigeria.
Work Motivation and Career Commitment of Librarians
Work motivation of librarians is crucial in achieving effectiveness in the library. The higher
the level of motivation, the higher the quality of the librarian’s contribution to the achievement of
the library’s goals (Bryson et al. 2009; Igere, 2020; Amune, 2014; Olaojo & Oyeboade, 2016)).
Aarabi, Subramaniam and Akeel (2013) defined motivation as a form of stimuli that propels an
individual to put in their best to an assigned duty. It is described as the direction and persistence of
the action of an individual. According to Kwasi (2010) motivation refers to 'the forces either within
or external to a person that arouse enthusiasm and persistence to pursue a certain course of action.
The researcher further observed that motivation is the process that arouses, energizes, directs and
sustains behaviour and performance. In essence, it is the process of stimulating people to action to
achieve a desired goal or task. Hence, the motivation of librarians is crucial to their achieving their
desired job satisfaction vis-à-vis organizational commitment. Motivation represents “those
psychological processes that contribute to a person's degree of commitment (Katamba &
Abdusalam, 2014). It includes the factors that cause, channel, and sustain human behaviour in a
particular committed direction.
Williams, Owusu-Acheampong and Edusei (2015), stated that work motivation is a major
factor in the commitment of an employee in any organisation. Amune (2014) affirmed that an
enabling and comfortable environment could be created by librarians when they are motivated and
satisfied. Motivated librarians could be satisfied and consequently, become more productive in
organizations. They are more likely to render value-added functions and services to library users.
To Adio and Ogunmodede (2015), work motivation is the creation of work
circumstances/environment that encourages workers to perform a certain activity or task of their
free will, to reach the goals of the organization and simultaneously satisfy their own needs.
Therefore, employee motivation and job satisfaction cannot be separated because they complement
each other and respond to different organizational variables like productivity and working
conditions. There are two motivating factors of job which were observed by some researchers
(Yusuf & Ilo, 2012; Bakay and Huang, 2010; Adio & Ogunmodede, 2015; Ikonne & Fajonyomi,
2019), these two variables are intrinsic variable and extrinsic variable
Pan (2010) cited in Yusuf and Ilo (2012) identified intrinsic motivation as internal and
extrinsic which occurs when external factors compel the person to do something. He further
highlighted salaries, benefits, working conditions, supervision, policy, safety, security, affiliation,
and relationship as externally motivated needs while recognition, growth, achievement,
advancement, responsibility, job nature were viewed as internal motivators. Igere, Adomi & Nwosu
(2020) revealed that work motivation can be achieved through the regular and prompt payment of

salaries, allowances and good working conditions of librarians in the universities in South-south,
Nigeria.
Maslow proposed a need theory of motivation. He argued that there were certain factors that
a business could introduce that would directly motivate employees to work harder (motivators).
Maslow organized the needs underlying human motivation in a hierarchy on five levels:
physiological needs, security needs, social needs, ego or self-esteem needs, and self-actualization
needs. He further proposed that lower-level needs such as physiological needs and security needs
must be satisfied before the individual can address higher-level needs. Although there is little
evidence to support the concept of hierarchical progression and all individuals cannot be motivated
in the same way, managers can attempt to influence their performance by satisfying employees’
needs.
Work motivation would exert tremendous influence on the commitment of the librarians to
their work and profession. A highly motivated employee would have high morale which would
translate into a positive attitude to work and attendant high productivity (Rani & Lenka, 2012).
Therefore, to enjoy the services of the librarians (in form of high productivity) the university
management must make them happy in their chosen career.
Motivation is an important component of the career commitment of staff in an organization.
A well-motivated staff is ready and willing to go the extra mile to achieve organizational goals and
objectives. Agba, Ogabor, Nkpoyen and Ushie (2010) emphasised that the motivational factors that
may influence the career commitment of employees are intrinsic (internal) and extrinsic (external).
When librarians are intrinsically or extrinsically motivated, they would be committed to their
career. According to Amusa, Salman and Ajani (2015), most librarians are not committed to their
career as they are frustrated in their career thereby losing concentration. Chuang et al. (2009)
opined that employees’ efficiency is largely related to their motivation levels which result in a
higher level of career and organisational commitment.
Babalola and Nwalo (2013) reported that work motivation has a significant influence on
librarians’ commitment and productivity. The findings align with Henman (2007) who discovered
that job motivation could be used by employers to get the best out of the employees in terms of
their work commitment and profession. Similarly, the findings agree with the findings of
Ibegbulum (2010), Hosoi (2010) and Parker (2010) discovered that management who makes
judicious use of both human and material resources would succeed in bringing the best out of their
workforce. Moreover, the findings of the research study of Babalola and Nwalo (2013) corroborated
Owojori and Popoola (2009) and Balogun, Oladipo and Odekunle (2010) who discovered that
commitment and productivity is dependent on the level of work motivation of the workforce. The
findings of the research also agreed with the findings of Amir and Sahibzada (2010), Pan and
Hovde (2010) who opined that work motivation could not be treated in isolation of management.
Tella, Ayeni and Popoola (2007) in their study titled “Work Motivation, Job Satisfaction,
and Organizational Commitment of Library Personnel in Academic and Research Libraries in Oyo
State, Nigeria” reveal that a correlation exists between perceived motivation, job satisfaction, and
commitment, although the correlation between motivation and commitment was negative. No
difference was observed in the perceived motivation of professional and non-professional library
personnel. Igere, Adomi and Nwosu (2020) surveyed to investigate the predictive nature of work
motivation on the career commitment of librarians in Southern Nigeria. The study concluded that
motivational measure has a significant effect on librarians’ commitment and their productivity, as a
result of this, the university librarian and management should ensure that librarians are motivated
by implementing motivational activities in the work place. Ekere (2012) study on the impact of job
motivation on librarians’ job satisfaction and commitment in university libraries in Nigeria revealed
that a motivated librarian would have high morale which would translate into a positive attitude to
work and attendant high productivity in the university library and that such librarian would want to
remain in the university and in the career path he had chosen.

Methodology
The study used a descriptive survey design of correlational type. According to Siegle
(2015), correlational research is a type of research design that involves observing two variables to
establish a statistically corresponding relationship between them to the extent that a change in one
creates some change in the other. Therefore, a descriptive survey design of correlational type was
considered appropriate for this study because it enables the researcher to find out the relationship
among job satisfaction, work motivation and career commitment of librarians.
The population for the study comprised of the Two Hundred and Ninety Five (295)
librarians working in universities in South-west, Nigeria. South-west comprises of six (6) states;
Ogun, Oyo, Ondo, Lagos, Osun and Ekiti States. The states have the same culture and language
and share boundary within the South-west geo-political zone of Nigeria. There are fourteen
conventional public universities and twenty two private universities in South-west, Nigeria at the
time of starting this research. The public universities were categorized as federal and state
depending on owners of the various universities. A census of fourteen public universities and eight
private universities that were established before 2006 was taken. Those universities that have been
in existence before2006 were chosen for this study because they have more librarians with
professional experience than those that were recently established. The breakdown as shown in
table 1, 2 and 3.
Total enumeration technique was used to select two hundred and ninety five (295)
librarians. A self-constructed questionnaire tagged Job Satisfaction, Work Motivation and Career
Commitment Scale (JSWMCC) was used to collect data for the study. The administration of the
instrument on the librarians in South-west, Nigerian Universities was carried out by the researcher
and two trained research assistants. The questionnaire was specifically designed to accomplish the
objectives of the study. Section A collected demographic information such as age, gender, marital
status, job status/rank, years of professional experience, salary in CONUASS and highest
academic qualification while Section B comprised 20 items on Job Satisfaction using five Likert
Scale: Completely Satisfied (CS), Satisfied (S), Undecided (U), Dissatisfied (D), Completely
Dissatisfied (CD) developed by the researcher after consulting some literatures. The scale has a
reliability coefficient of r = 0.88 chronbach-alpha. Section C comprised 11 items on Workmotivation using a Likert scale with responses ranging from Strongly Agree= SA; Agree = A;
Disagree = D; and Strongly Disagree = SD. The coefficients of reliability (Cronbach's alpha) for
the scale is r = 0.86. Section D is on career commitment of librarians, the career commitment scale
developed by the researcher has seventeen items to measure it. The overall reliability co-efficient
of the instrument yielded r = 0.85 Cronbach-alpha.
Data were analyzed using descriptive and inferential statistics. The research questions were
answered using descriptive statistics such as frequency counts, percentages, mean and standard
deviation while the three null hypotheses were tested using inferential statistics (Pearson Product
Moment Correlation and Regression). Out of the two hundred and ninety five (295) copies of
questionnaire administered to the librarians, two hundred and twenty (220) were returned and
found usable.

List of Universities in South-west Nigeria
Table 1: State Universities in South-west Nigeria
S/N
States where State
Universities
Number of Librarians
Universities are sited
1
Ekiti
Ekiti State University, Ado-Ekiti
17
2
Ogun
Olabisi Onabanjo University Ago-Iwoye
12
3.
Lagos
Lagos State University Ojo, Lagos
17
4.
Oyo
LadokeAkintola University of
Technology, Ogbomoso
12
5.
Ondo
Adekunle Ajasin University, Akungba-Akoko
10
6.
Ogun
Tai Solarin University of Education, Ijebu-Ode
10
7.
Osun
Osun State University, Oshogbo
09
8.
Ondo
Ondo State University of
Science & Technology Okitipupa
06
Field Survey (2018)

Table 2
Federal Universities in South-west Nigeria
S/N
States where Federal
Universities
Number of Librarians
Universities are sited
.1
Oyo
University of Ibadan, Nigeria
32
2
Lagos
University of Lagos
24
3.
Osun
Obafemi-Awolowo University, Ile-Ife
22
4.
Ondo
Federal University of Technology, Akure
12
5.
Ogun
Federal University of Agriculture, Abeokuta
23
6.
Ekiti
Federal University Oye-Ekiti
05
Field Survey (2018)

Year Founded
1982
1982
1983
1990
1999
2005
2006
2008

Year Founded
1948
1962
1962
1981
1988
2011

Table 3
Private Universities in existence for fifteen years or over in South-west, Nigeria

S/N States where Private
Universities
Number
Founded
Universities are sited
1
Ogun
Babcock University, Ilisan-Remo
2
Osun
Bowen University, Iwo, Osun State
3.
Ogun
Covenant University, Ota
4.
Ogun
Bell University of Technology
5.
Ogun
Crawford University, Igbesa
6.
Osun
Redeemers University, Ede
7.
Oyo
Ajayi Crowther University, Oyo
8.
Oyo
Lead City University, Ibadan

of Librarians

17
08
19
07
06
07
09
11

Year

1999
2001
2002
2005
2005
2005
2005
2005

Results
The results of the analysis on the study are presented as follows:
Table 4: Response rate by Institutions (N = 220)
S/N
University
Sample Size
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.

University of Ibadan
32
Obafemi Awolowo University, Ile-Ife
22
University of Lagos, Lagos
24
Federal University of Technology, Akure
12
Federal University of Agriculture, Abeokuta
23
Federal University, Oye-Ekiti, Ekiti
05
Ekiti State University, Ado-Ekiti
17
Olabisi Onabanjo University, Ago Iwoye
12
Lagos State University, Ojo, Lagos
17
Ladoke Akintola University, Ogbomoso
12
Adekunle Ajasin University, Akungba-Akoko
10
Osun State University, Osogbo
09
Tai Solarin University Education, Ijebu-ode
10
Ondo State University of Science and Technology 06
Babcock University, Ilisan Remo
17
Bowen University, Iwo
08
Ajayi Crowther University, Oyo
09
Covenant University, Ota
19
Bells University, Ota
07
Crawford University, Igbesa
06
Lead City University, Ibadan
11
Redeemer’s University, Ede
07
Total

295

Return rate
21(66%)
19(86%)
11(46%)
11 (91%)
15 (65%)
04 (80%)
14 (82%)
08 (66%)
16 (94%)
12 (100%)
08 (80%)
08 (89%)
10 (100%)
04 (67%)
10 (59%)
07 (88%)
06 (67%)
13 (68%)
05 (71%)
04 (67%0
09 (82%)
05 (71%)
220 (75%)

Source: Field Survey (2018)

The highest return rates of 100 percent were experienced at Ladoke Akintola University,
Ogbomosho, and Tai Solarin University of Education, Ijebu-Ode, followed by Lagos State
University (94%) and the Federal University of Technology, Akure (91%) while the lowest return
rate was experienced at the University of Lagos which had less than 50%. Reasons adduced for the
low return rate in the University of Lagos were that some librarians were on the study and annual
leaves at the time of conducting the research. The implication of this was that the remaining
statistical analysis in this study was based on 220 returned questionnaire.

What are the career commitment traits of librarians in universities in South-west Nigeria?
Table 5: Career Commitment of Respondents in Universities in South-west, Nigeria (N = 220)
S/N

Items

SA

1.

I enjoy attending conferences, seminars
and workshops organised by my
professional association
I enjoy discussing my career with friends
and relations.
I spend a significant amount of personal
time reading library related journals or books
The Library profession gives me good
Satisfaction
I definitely want a career for myself
in librarianship
I would be very happy to spend the rest
of my life in this my chosen career
I like this profession too well to give it up

99
98
12
45.0% 44.5% 5.5%

2
3.
4.
5.
6.
7.
8.

1.

2.

3.
4.
5.

1.

2.

3.
4.

79
35.9%
54
24.5%
55
25.0%
70
35.9%
69
31.4%
44
20.0%
I love to embrace best practices such as finding 83
new ways of doing old things, acquisition
37.7%
of higher degree etc

113
51.4%
139
63.2%
127
57.7%
113
51.4%
85
38.6%
83
37.7%
128
58.2%

N

12
5.5%
15
6.8%
19
8.6%
12
5.5%
27
12.3%
34
15.5%
4
1.8%

D

SD

x

S.D

6
2.7%

5
2.3%

4.27

.88

7
3.2%
7
3.2%
16
7.3%
7
3.2%
23
10.5%
37
16.8%
4
1.8%

9
4.1%
5
2.3%
3
1.4%
9
4.1%
16
7.3%
22
10.0%
1
0.5%

4.13

.92

4.04

.83

3.92

1.02

3.89

1.10

3.73
3.34

1.36

1.50

.73

103
31
23
9
46.8% 14.1% 10.5% 4.1%

3.7

1.19

57
89
31
28
15
25.9% 40.5% 14.1% 12.7% 6.8%

3.6

1.29

Continuance Professional Commitment (CPC)
I want to remain in the librarianship profession 54
because I have invested a lot in it, emotionally, 24.5
socially and economically.
If I had all the money I needed without
working, I would probably still continue to
work in the librarianship profession
Changing profession now would require
considerable personal sacrifice
Too many things in my life will be disrupted
if I decide that I want to leave my career.
I pay my membership due as at when due

A

37
16.8%
25
11.4%
61
27.7%

59
26.8%
51
23.2%
106
48.2%

Normative Professional Commitment (NPC)
I believe people who have been trained in a
63
128
profession have responsibility to say in that
28.6% 58.2%
profession for a reasonable period
Even if it were to my advantage, I do not feel
44
82
that it would be right to leave the librarianship 20.0% 37.3%
profession now
I was taught to believe in the value of remaining 33
59
loyal to one’s career
15.0% 26.8%
I regret that I ever entered the library profession 33
47
15.0% 21.4%

28
12.7%
53
24.1%
9
4.1%

60
27.3%
51
23.2%
25
11.4%

36
2.90
16.4%
40
2.81
18.2%
19
2.07
8.6%

1.48

13
5.9%

12
5.5%

4
1.8%

4.03

.96

36
38
20
16.4% 17.3% 9.1%

3.34

1.36

30
2.90
13.6%
33
2.61
15.0%

1.44

40
18.2%
24
10.9%

Weighted Mean = 3.34

58
26.4%
83
37.7%

1.33
1.38

1.53

Table 5 presents the information on the career commitment of respondents in universities in Southwest Nigeria. The table shows that the career commitment of the librarians sampled is moderate
with weighted mean of 3.34, which therefore depict that librarians in university libraries are
dedicated and committed to their career. This is an indication that the various items (love for their
career, conference attendance, payment of membership dues, participating in the profession
activities, embrace new ways of doing things, subscribe to journals in librarianship, not wanting to
go for other jobs even when their pay is higher, ready to tell others about their career, see their
career as a rewarding career) which describe commitment of librarians to their career were
positively attested to.
Table 6:

Interval

Test of Norm showing the level of Affective Professional Commitment (APC) of the
respondents (N = 220)
Grand Mean

1-13
14-26

18.81

27-40

Level

Frequency

Percentage

Low

30

13.6

Moderate

174

79.1

High

16

7.3

Table 6 shows that the level of Affective Professional Commitment (APC) of librarians in Universities in
South-west Nigeria is moderate.
Table 7:
Interval

Test of Norm Showing the Level of Continuance Professional Commitment (CPC) of
the Respondents (N = 220)
Grand Mean
Level
Frequency
Percentage

1-8
9-16

14.42

17-25

Low

-

-

Moderate

174

79.1

High

46

20.9

Table 7 shows that the level of Continuance Professional Commitment (CPC) of librarians in universities in
South-west Nigeria is moderate.
Table 8: Test of Norm Showing the Level of Normative Professional Commitment (NPC) of the Respondents
(N = 220)
Interval

Grand Mean

1-6
7-12
13-20

10.65

Level

Frequency

Percentage

Low

23

10.5

Moderate

129

58.6

High

68

30.9

Table 8 shows that the level of Normative Professional Commitment (NPC) of librarians in universities in
South-west Nigeria is moderate.

Research question two: What is the level of Job satisfaction of librarians in universities in South-west
Nigeria?
Table 9:
S/N
Items

1.

Level of Job Satisfaction of the Respondents (N = 220)
CS
S
U

Feeling of achievement on my job

2
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.

46
20.9%
The way co-workers relate with each other
44
20.0%
The way my job keeps me busy all the time
46
20.9%
Opportunities to be creative
50
22.7%
The way my profession provides for
4
steady employment
20.0%
The way my services are appreciated by others 33
15.0%
The leadership competence of my superior
52
officer on the job
23.6%
The prospects for career progression on my job 42
19.1%
The way my views on the job are valued
42
19.1%
The working environment
44
20.0%
The attitude of my boss to subordinates
36
16.4%
Encouragement for doing good job
39
17.7%
The freedom to take decisions in performing
39
my duties
17.7%
The recognition of my profession by others
46
20.9%
Training on the job for improved performance 41
18.6%
Availability of equipment to facilitate my duties 37
16.8%
My take home pay at the end of the month
36
16.4%
Operation procedures
25
11.4%
University policies/ Administration
27
12.3%

147
66.8%
145
65.9%
144
65.5%
134
60.9%
136
61.8%
151
68.6%
127
57.7%
135
61.4%
135
61.4%
132
60.0%
141
64.1%
130
59.1%
130
59.1%
114
51.8%
116
52.7%
119
54.1%
119
54.1%
138
62.7%
128
58.2%

11
5.0%
11
5.0%
11
5.0%
16
7.3%
23
10.5%
20
9.1%
15
6.8%
22
10.0%
21
9.5%
19
8.6%
19
8.6%
23
10.5%
19
8.6%
23
10.5%
23
10.5%
24
10.9%
29
13.2%
13
5.9%
10
4.5%

D

CD

x

15
6.8%
18
8.2%
12
5.5%
16
7.3%
14
6.4%
14
6.4%
20
9.1%
17
7.7%
17
7.7%
16
7.3%
19
8.6%
22
10.0%
27
12.3%
29
13.2%
34
15.5%
34
15.5%
26
11.8%
42
19.1%
54
24.5%

1
0.5%
2
0.9%
7
3.2%
4
1.8%
3
0.9%
2
0.9%
6
2.7%
4
1.8%
5
2.3%
9
4.1%
5
2.3%
6
2.7%
5
2.3%
8
3.6%
6
2.7%
6
2.7%
10
4.5%
2
0.9%
1
0.5%

4.01

.76

3.96

.81

3.95

.87

3.95

.87

3.93

.82

3.90

.76

3.90

.95

3.88

.87

3.87

.89

3.85

.96

3.84

.88

3.79

.94

3.78

.96

3.73

1.05

3.69

1.03

3.67

1.02

3.66

1.03

3.65

.95

3.57

1.01

S.D

Weighted Mean = 3.82

Table 9 shows that the level of Job Satisfaction of the respondents in Universities in South-west
Nigeria is high, which therefore depict that librarians in university libraries are satisfied with their
job. This is an indication that the nineteen items which describe job satisfaction of librarians were
positively attested to.

Table 10:
Test of Norm showing the Level of Job Satisfaction of the Respondents in
Universities in South-west Nigeria (N = 220)
Interval

Level

Frequency

Percentage

1-31

Low

-

-

32-62

Moderate

36

16.4

High

184

83.6

63-95

Grand Mean

72.59

Table 10 shows that the level of Job Satisfaction of the respondents in Universities in South-west
Nigeria is high.

S/N

1.

Research question three: What is the level of work motivation of Librarians in Universities in
South-west Nigeria?
Table 11:
Level of Work motivation of the Respondents
x
Items
SA
A
D
SD
S.D

2

Prospects for advancement into the next grade/
advancement and personal growth
Job Security

3.

Sense of achievement

4.

Timely promotion of librarians by management

5.

Recognition by others

6.

Responsibility within librarianship

7.

Work itself

8.

Salary

9.

Working condition

10.

Level and quality of supervision

11.

Library policy and administration

104
47.3%
97
44.1%
90
40.9%
93
42.3%
79
35.9%
75
34.1%
74
33.6%
80
36.4%
77
35.0%
61
27.7%
64
29.1%

112
50.9%
114
51.8%
120
54.5%
107
48.6%
129
58.6%
134
60.9%
132
60.0%
124
56.4%
126
57.3%
140
63.6%
136
61.8%

3
1.4%
3
1.4%
9
4.1%
12
5.5%
8
3.6%
7
3.2%
8
3.6%
11
5.0%
15
6.8%
9
4.1%
13
5.9%

1
0.5%
6
2.7%
1
0.5%
85
3.6%
4
1.8%
4
1.8%
6
2.7%
5
2.3%
2
0.9%
10
4.5%
7
3.2%

3.44

.58

3.39

.61

3.32

.69

3.28

.78

3.27

.67

3.26

.65

3.24

.67

3.24

.73

3.20

.77

3.15

.68

3.14

.74

Weighted Mean = 3.26
Table 11 presents the information on the level of work motivation of the respondents in Universities
in South-west Nigeria with weighted Mean of 3.26. The result revealed that the level of Work
Motivation of the respondents is moderate.

Hypothesis Testing
Hypothesis One: There is no significant relationship between Job satisfaction and Career
commitment of Librarians in the University libraries in South-west, Niger
Table 12: Pearson Product Moment Correlation (PPMC) Showing the Relationship between
Job satisfaction and Career commitment of Librarians in the University libraries
Variables
Mean
Std. Dev. N
R
p-value
Remarks
Career commitment
43.8773
6.8458
220
.435*
.0001
Sig.
Job satisfaction
72.5864
10.9647
* Sig. at 0.05 level
Table 12 shows that there is a positive significant relationship between Job satisfaction and
Career commitment of Librarians in the University libraries (r = .435, n = 220, p(.0001) < .05).
Hence, job satisfaction had a positive relationship with Career commitment of Librarians in the
University libraries in South-west, Nigeria
Hypothesis two is therefore rejected
Hypothesis Two: There is no significant relationship between Work motivation and Career
commitment of Librarians in the University libraries in South-west, Nigeria
Table 13:
Pearson Product Moment Correlation (PPMC) showing the Relationship
between Work motivation and Career commitment of the Respondents (N = 220)
Variables
Mean
Std. Dev. N
R
p-value
Remarks
Career commitment
43.8773
6.8458
220
.345*
.0001
Sig.
Work motivation
35.9273
5.5914
* Sig. at 0.05 level
Table 13 shows that there is a positive significant relationship between Work Motivation
and Career commitment of Librarians in the University libraries (r = .345, n = 220, P(.0001) < .05).
Hence, work motivation had a significant relationship with career commitment of Librarians in the
University libraries in South-west, Nigeria
Hypothesis two was therefore rejected
Hypotheses Three: There is no significant joint prediction of work motivation and job satisfaction
on career commitment
Table 14:
Summary of Regression Analysis Showing Joint Prediction of Work Motivation
and Job Satisfaction on Career Commitment
R
R Square
Adjusted
Std. Error of the
R Square
Estimate
.477
.228
.221
9.0838
A N O V A
Model
Sum
of DF
Mean
F
Sig.
Remark
Squares
Square
Regression
5284.432
2
2642.216 32.021
.000
Sig.
Residual
17906.018
217
82.516
Total
23190.450
219

Table 14 shows the joint contribution of the two independent variables (work motivation and job
satisfaction) to the prediction of the dependent variable i.e. career commitment. The table also
shows a coefficient of multiple correlations (R = .477 and a multiple R2 of .228. This means that
22.8% of the variance was accounted for by two predictor variables when taken together. The
significance of the composite contribution was tested at α = 0.05. The table also shows that the
analysis of variance for the regression yielded an F-ratio of 32.021 (significant at 0.05 level). This
implies that the joint contribution of the independent variables to the dependent variable was
significant and that other variables not included in this study may have accounted for the remaining
variance.

Discussion
The findings of this study reveal that correlation exists between job satisfaction, work
motivation and career commitment. Findings of the study revealed that both work motivation and
job satisfaction have significant relationship with the career commitment of Librarians. The finding
is in line with Igere, Adomi and Nwosu (2020), Babalola and Nwalo (2013), Owojori and Popoola
(2009) and Balogun, Oladipo and Odekunle (2010) who discovered that commitment is dependent
on the level of work motivation of the work force. Also, Awoyemi & Odefadehan (2017)
established that there is a significant relationship between job satisfaction and career commitment
of the librarians working in universities in Ekiti and Ondo State, Nigeria. The study is also in line
with Adio (2010) and Adio and Popoola (2010) who found a modest correlation between job
satisfaction and career commitment.
Results revealed that librarians in universities in South-west, Nigeria were committed to
their career. All the seventeen questions under affective, continuance and normative commitment
ranging from conferences, seminars and workshops attendance, resolve to spend the rest of life in
the chosen career, likeness of the profession, satisfaction and payment of annual membership dues
as at when due, loyalty to the profession that was asked in the instrument revealed that Librarians in
university libraries in South-west Nigeria demonstrated positive attitude to career commitment.
This finding supports the findings of Igere (2020) who conducted research on the career
commitment of librarians in Southern, Nigeria and observed that there existed career commitment
among them and that those who demonstrated commitment to their profession did so because they
like the profession and they want to keep up with new developments in the profession. The finding
was also similar to the research findings of Adio and Popoola (2010) who affirmed that librarians in
federal university libraries in Nigeria exhibit high career commitment.
The findings of this study have pointed out some salient issues in the field of librarianship. It is
imperative for library management to meet the demands of their personnel to strengthen their
motivation, satisfaction, and commitment to minimize turnover.
Governments and library management should concentrate on improving the conditions for
library personnel. One crucial area is on-the-job training to cope with the integration of information
technology into library practices.
Conclusion and Recommendations
Commitment to career is a variable that cannot be overemphasized base on its importance in
any organization. This led to considering some factors that will lead to the achievement of the term
commitment. Job satisfaction and work motivation were considered and the study concluded that
these factors have significant relationship with career commitment.

The university management should know that factors which are captured in this research
under job satisfaction and work motivation such as physical working conditions, job recognition,
job security, promotion, social status, salaries, prospect for career progression, and responsibility
are likely criteria in selecting and remaining in careers and organisations. Librarians would be more
committed to their jobs and their career if there are better and improved working conditions. They
would become more committed to the service if promotions are done as at when due, and if their
welfare becomes paramount to the university management
It is therefore suggested that the library managers and administrators in universities in
South-west, Nigeria should formulate job related policies such as the adequate provision of working
facilities, provision of conducive working environment, work incentives (car loan, housing loan,
study leave allowance, regular study, etc.) for improving career commitment of librarians.
It is also recommended that the university management and the library administrators should
encourage librarians in the universities in South-west, Nigeria to be attending conferences,
workshops, seminars and trainings organised by their professional bodies such as Nigerian Library
Association (NLA). The university management should also sponsor them for the conferences.
Also, the university management should organize training on the job to improve the librarians’ job
performance and librarians should be well remunerated and recognised. All these will make them be
satisfied with their job and be highly committed to their career.
Limitations of the study
It is important to note some limitations of this study. First, the samples used for this study
are librarians in universities in South-west, Nigeria. One cannot generalize findings to other geopolitical zones of the federation. Future researchers may focus on the limitations and work
improving the generality of the results.
Contributions to Knowledge
The study has contributed significantly to existing knowledge in the field of Library and
Information Science, management science and the general body of knowledge.
The centrality of the findings of this study established the link among job satisfaction, work
motivation and career commitment of librarians in universities in South-west, Nigeria.
This study has provided empirical finding on the relationship among job satisfaction, work
motivation and career commitment of Librarians in Universities in Nigeria. The study provides
detailed information on those employees’ job-related factors that would boost the career
commitment of librarians in the university community. Also, it would enable the university
authorities to effectively meet the basic needs of her workforce especially librarians and thereby
help in retaining the experienced workforce in the university libraries.
The findings of this study confirmed the dearth of research in investigating the relationship
among job satisfaction, work motivation and career commitment of librarians in the university
libraries in South-west, Nigeria. Thus, this study has created a platform through which the existed
gap has been filled and a bedrock through which future research could be based.
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